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Abstract 
This article aims to examine the Leadership information system when an organization adapt new performance management 
practices after a major change, like a merger or an acquisition. For this purpose this article is based on a theoretical research in 
the recent literature, and the results of a quantitative analysis in companies that adapted performance management practices. 
Findings indicated that, the leadership information system is important as this revealed from the fulfillment of employees 
expectations. 
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1. Introduction 
One of the major goals of a merger or acquisition in companies is synergies and particularly the knowhow and 
the way will be installed in the new organization in order to achieve a competitive advantage.  
The overall aim of performance management in the new organization, where the information system is one of 
the first priorities, is to establish a high performance culture in which individuals and teams take responsibility 
for the continuous improvement of business processes and for their own skills and contributions within a 
framework provided by effective leadership. Its key purpose is to focus people on doing the right things by 
achieving goal clarity [1]. Similar issues have been explored by numerous researchers who actively involve 
computational methods in their studies [2 – 16]. 
The above definition further demonstrates the breadth of the subject highlighting some of the activities 
involved in managing performance, requiring a range of different skills and functional approaches. The 
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management discipline which most associates itself with the term is in Human Resources that should be able to 
deal with the particularities of people and procedures that work in an environment of a high technology.  
As the number of mergers and acquisitions continues to increase on a global basis, more leaders are called 
upon to develop their transition skills not only during but also after a Merger or acquisition. But what is the role 
of a leadership information system when the new company needs to adapt a new performance management 
strategy? How the performance management practices support the organizational change? What is the 
relationship between the initial level of expectations coming from these practices and the level of trust to new 
company’s employees? 
The article aims to examine, the above questions after a major change, like a merger or an acquisition, in 
Greece. For this purpose this article is based on a theoretical research in the recent literature, the results of a 
qualitative analysis as these revealed from the interview of some executive members of Greek companies with 
experience in performance management practices and on the results of a quantitative analysis in three sectors, 
banking, industrial and commercial. 
2. Performance Management after Mergers and Acquisitions from a literature review 
Mergers & Acquisitions are a high-risk return game. Even as Merger & Acquisition activity in Greece in 
manufacturing companies recently reached a significant increase there is not a clear evidence that these deals 
create value for the new company.  Authors highlight the importance of approaching the implementation of 
performance management from a change management perspective [17, 18, 19]. In this sense, factors such as the 
following are crucial for an effective strategic performance management implementation for high technology 
companies. 
Top manager agreement, commitment and leadership - start with a clear agreement at the top on the 
strategy, goals, measures and the performance targets to be implemented . In all these the importance of the high 
technology in the new business should be included.  
Managers’ participation and accountability - having the agreement, commitment and leadership at the top 
is insufficient if it does not go along with having the agreement, commitment and leadership of the rest of the 
management team. Furthermore, the involvement of employees who are responsible for the knowhow of the 
company’s advantages is also crucial. Inviting managers and employees to assist on the development of the 
system facilitates their buy-in, and enhances their trust, understanding, and ownership of the performance 
measures. It is also important to involve the Human Resources and the Information System functions. It is 
essential that managers become accountable for the performance being managed, as will be the key roles for the 
passing of competitive advantage of the high tech in the new organization. 
Training and education - employees at all levels need to learn the principles of the system, its measures, 
tools and procedures, [18]. Individuals can distort the information system by smoothing, biasing, focusing, 
gaming, filtering, "illegal” acts so it is important to train and educate individuals on how to engage rather than 
bypass the causes of dysfunctional behaviors.  
Communication and feedback - The factor “communication” is one of the most cited in the literature. When 
most authors stress its importance, they tend to focus on the reported feedback of measurement results to the 
employees [20]. Even so, there are other aspects related to communication that can affect the effectiveness of 
performance management. Konstantopoulos et all (2003) [41] proved the importance of communication in the 
banking sector. The change management literature highlights the relevance of verbal and non-verbal 
communication (e.g. presentations, manuals, conversations, newsletters, reports, etc.) used to clarify all aspects 
related to the measures, in particular and performance management in general; and to facilitate the buy-in from 
the people in the organization [18].  
SPM system information infrastructure - an information system should be designed for collecting, 
analysing and reporting the data efficiently. If data is flawed, the data integration process is flawed, or its 
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communication is flawed, then decisions based on that data are more likely to be flawed. Using an IT system to 
support these tasks seems to be critical. However, some caution is needed in relation to the use of IT since the 
capabilities of technology, in terms of data capture and manipulation, provide a great temptation for senior 
management to introduce new measures. 
Knowledge Management is a framework that includes systems, procedures, and a culture to manage one of 
the most valuable corporate assets – namely, the knowledge of the high technology. Additionally is a means to 
capture and share existing knowledge as well as create new knowledge. Knowledge Management incorporates 
learning in every project or event. It includes practices for optimizing the access, for individuals and teams 
within an organization, to relevant actionable advice, knowledge and experience from elsewhere. If you cannot 
use the knowledge to improve performance through learning, it does not have measurable value. 
Knowledge Management can help individuals, groups, teams, and organizations systematically and routinely 
to [21]: learn what the individual knows; learn what others know (e.g., individuals and teams); learn what the 
organization knows; learn what the individual and the organization need to learn; organize and disseminate this 
learning effectively and simply; apply this learning to new endeavors; and create new knowledge. 
In learning organizations, individuals and teams continuously engage in new processes to acquire, capture, 
store, disseminate, and reuse knowledge. Learning is not separate from performing, it is integral to work 
activities and transferred to individuals, groups and teams to improve processes and results. Learning is the heart 
of productive activity and beyond training [22]. Organizational learning represents a dynamic synergy between 
people, actions, symbols, and processes within an organization [23], while knowledge management programs, 
processes, and tools support organizational learning; the goal is to create organizational capability to extract 
learning and knowledge from interactions that lead to business decisions and action. Success is dependent on 
implementing the right learning strategy efficiently to produce desired outcomes (e.g. standard processes, 
improved sharing of experience, accelerated acquisition of new competencies). 
Reward: Even thought the literature recognizes the importance of effective systems regarding performance 
measurement and reward [24], it is not clear how to measure team performance and structure rewards and 
particularly in this type of business where often people are the most valuable assets and make the difference. For 
example it is widely agreed that reward systems can contribute significantly to a firm`s effectiveness [25], but 
there are no info about the specific type, size or form of rewards that maximize effectiveness. Fortunately this 
issue has gotten more attention these past years and researchers are increasingly focussing on the factors which 
cause performance management to work [26]. 
3. The new Role of Leadership as Performance Management Practice 
The attempt to whatever change in the culture of a company towards a new value or belief is perhaps the 
biggest challenge a manager may be faced with, as they usually represent the most fundamental values in the 
company. In Greece many M&A’s have taken place e were two different cultures and consequently big 
compatibility issues arose.  
In most Μ&A’s the changes are implemented by the leadership itself. The leaders are called to act as agents of 
change [27], egging the rest of the executives on to follow. Fry (2003) [28] examined the leadership as a 
motivation to change and came to the conclusion that in order to motivate the chief and senior executives, the 
leaders should embrace the core values and communicate them to the executives through the vision and their 
personal actions. Studies have shown [29] that leaders with characteristics such as inspirational motivation, 
intellectual stimulation and individualised consideration are able to redefine the executives’ values by promoting 
both personal and organisational change and thus helping their executives exceed their expected performance.  
In developing a generic model of leadership, Sitkin et all (2001) [30], have proposed that leadership is distinct 
from management, although the same individual can fulfill both kinds of responsibilities simultaneously. 
According to authors, there are six essential dimensions to effective leadership, each of which has a specific 
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effect on followers: personal leadership fosters loyalty, relational leadership engenders a sense of trust and 
justice, contextual leadership helps to build community, inspirational leadership encourages higher aspirations, 
supportive leadership forges an internalized sense of self-discipline, and stewardship raises an internalized sense 
of responsibility. 
In all phases of a changing environment in a manufacturing company that use high technology the leader is in 
front of challenges. The work must go on, goals and targets needs to be met and customer demands need to be 
responded to, but it is not business as usual [31]. Leaders are managing in a time of extreme uncertainty and high 
employee anxiety. Employees with knowledge of the edge technology of the company may leave to the 
competition and this is something that might leads to loss of company’s competitive advantage.  
According to Levinson (1976) [32] there are psychological contracts between employees and organizations. 
These unwritten contracts are quite powerful, and shape the behavior and stability within the organization [33]. 
When one party breaks that contract, the other party reacts as having been betrayed and is therefore non-
productive. Steps should be taken so as to avoid these kinds of feelings among the executives.   
The best way to deal effectively with an oncoming change is to let the parties involved know the causes that 
led to its application [34]. In this way, the executives are able to examine closely the oncoming information and 
evaluate the oncoming changes and -most importantly- the necessity thereof.  
The threat of changes during and after the M&A often leads to disarray, decrease in productivity and of 
course loss of experienced executives. Krug & Nigh (2001) [35] have decided upon five main reasons for which 
an executive stays in an organisation:  Job satisfaction,  / Increased Job status, / Job security, /Autonomy, / 
Personnal Issues.  
Each time an organization is merged with another organization, the employees feel they are losing control 
over important issues that concern their lives. In an effort to overcome this difficult stage, they undergo even 
more pressure, a fact which in turn generates lower productivity and decrease in job satisfaction [36]. Staff 
behaviors also highlighted as important factor in this type of changes [40]. 
The psychological contract is the one that assist us to understand the success or the failure of performance 
management practices like the leadership’s information system and what are the consequences of employee’s 
expectations regarding the employee behavior. In this case the new role of Leadership is used as a resource of 
promises from the new company and the employee’s response is depending on the level of their expectations 
verified. On other words the role of leadership’s information system operates as “manufacturer” of psychological 
contracts where the level of employee’s expectations is a major factor for the new company’s performance 
management. 
According to Vroom, expectancy is the outcome an employee anticipates in response to his actions or 
behavior. Instrumentality is the qualifications and abilities an employee has to perform the work necessary to 
produce a desirable outcome.  Employees’ expectations after a change like a merger or an acquisition are 
complex and dealing not only with the “I” but also with the “we” in the new organization after the merger and 
acquisition [37]. For this reason the factor key stakeholders under the dimension of interpersonal trust needs to be 
considered also. The interpersonal trust provides reliability and creates the necessary framework for the problem 
solving within the organization [38]. According to Six (2007) [39], the existence of a normative framework is 
important for the development of the necessary interpersonal trust among stakeholders in order to contribute 
effectively to the implementation of Leadership’s Information system as a performance management practice. 
4. Results from Quality Research 
The initial purpose of the quality research was to investigate the level of implementation of performance 
management practices and particularly:  a) the employees expectations when the new performance management 
practices be announced. b) an indication of the level of absorption of the performance management practices. c) 
the role of stakeholders in the implementation of performance management practices 
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The interviews took place in six companies from different sectors in Greece, approximately three years after 
the organizational change (merger or acquisition). Below are some of the most important points raised by the 
interviews related with the leadership: 
No matter the strategy and the techniques that the new company is using the most important is the role of 
leadership  
Employee’s expectations play a vital role in the implementation of performance management practices 
The way of communication is important and particularly how the leadership handles it. 
All leaders from first to upper level should be trained for the successive organization of performance 
evaluation meetings.  
Leaders have to support the effective performance and pass to all employees the appropriate messages. 
Clear roles and responsibilities after any change but also during normal operations is vital. In this way the 
passing from the data to the decision is fast and effective. 
Stakeholders can play the role of the catalyst when a performance management practices applied  
The development of employees should also be the first priority to the leadership and the company targets 
should also be related with this. 
The daily activities should be performed in such way that should be an alignment between company targets 
and employees activities. This also is related with the local leader which is the interface between the extended 
leadership and the employees. 
Leadership is vital to be steady and unchanged particularly in the primary phases of a merger or acquisition. 
The employees that are assets for the company should not feel anxiety and leave. 
5. Theoretical Model 
Based on the literature review and the interviews there is a clear relationship among the three fields: 
Employees expectations, Stakeholders Contribution, level of implementation. In this case, during the daily 
communications within the organization, the stakeholders act as a conduct for the implementation of 
Leadership’s information system (as a performance management practice) whilst the initial expectations of 
employees also support the above implementation but only via their contribution to stakeholders due to the 
creation of positive level of interpersonal trust. The above can be reflected to the theoretical model of fig 2 : 
 Fig. 2 :  Proposed Theoretical Model 
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In this context we suggested the following hypothesis: 
Hypothesis 1: The bigger the contribution - trust from stakeholders to the new Leadership Information system 
the more effective will be the implementation and vice versa. 
6. Methodology 
6.1. Sample and data collection 
In the research we aimed to examine the verification of the theoretical model presented in figure 2, as a result 
of the literature review and the interviews. To test the propositions, a field survey using questionnaires was 
conducted. 
We surveyed 750 employees in various sectors and in different levels in Greece in companies that had already 
implemented Leadership’s Information system as a performance Management Practice after a merger and 
Acquisition that took place approximately more than two and less than 4 years. Finally, 299 questionnaires were 
returned completed while 33% of respondents were from the banking sector, 50% from the industrial sector and 
17% from the commercial sector. 
6.2. Measures 
A structured questionnaire form was used in this survey. Leadership role was one of the factors that included 
in the questionnaire among others in order to be assessed based on Linkert scale (1 to 5). The reliability of the 
whole questionnaire was assessed using the coefficient Cronbach's (alpha). The mean result was a=0.959, which 
states big internal consistency among the questions for the above sectors and high reliability. 
7. Analyses and Results 
The Table 1 presents the statistics and the level of importance for the questions referred to Leadership as a 
new performance management practice. Particularly presented in mean values the level of expectation, the 
employees perception about the level of implementation of the specific performance management practice and 
the level of Stakeholders Trust. For this reason analyzed separately the three sectors (banking, commercial and 
Industrial) but also presented the total mean value. 
 
Table 1. Statistics and level of Importance for the question refers to Expectation level, Implementation level 
and stakeholder trust for the factor Leadership’s Information system 
 
 
Interpreting the results for each sector, the conclusions are: 
∞ The people that are working for the commercial sector had higher expectations than those working in 
Banking or Industrial sector. From the investigation of this differentiation based on Kruskal - Wallis 
p value, the people in the commercial sector developed a higher degree of expectation when the 
Leadership’s Information system started to implemented to the new organization that created after 
the merger or acquisition 
∞ Regarding the level of the implementation or else the adaption level of Leadership’s Information 
system after at least 2 years of implementation we can see that for the employees of the banking and 
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the industrial sector the implementation of Leadership’s Information system was successful in 
opposite with the perception of the commercial sector employees. 
∞  Regarding the level of trust that stakeholders gave to the specific performance management practice 
of Leadership,, this follows the level of implementation, where the commercial sector is lower in 
mean values than the banking and industrial sector 
8. Conclusions 
From the first statistic results for the specific performance management practice of Leadership’s Information 
system in companies after an organizational change as the merger or acquisition, is clear that the theoretical 
model is verified. The theoretical model is based on the relationship that created from the employees’ intention 
after the announcement of the specific performance management practice and the contribution / trust of 
company’s key stakeholders for the successful implementation of this new practice.  
From the results a high degree of expectations in the beginning, can drive in a low level of implementation 
(employees never accepted or adapted this performance management practice) when mediates an also low level of 
trust from the stakeholders. 
  The table 2 reflects this perception of employees using the mean values and represents the structure of the 
three basic factors recomposing the initial theoretical model (fig 3). 
From the structure is obvious is clear that between the two fields of employees expectations and successful 
implementation for the Leadership’s Information system the factor of stakeholder operates as a mediator that can 
block or reduce the initial high level of expectations with the relevant results in the level of implementation. In 
other words there is an initial level of energy (high expectation) that cannot be transformed one hundred percent 
in a factor that catalyses the implementation of Leadership’s Information system. 
The weakness of the initial expectation to be transformed one hundred percent to effective implementation 
symbolized in fig2 with the dot line and represents the daily “negative” attitude or else the daily friction that 
shaped with the contribution of company stakeholders . 
 
 
Fig. 2 :  Leadership’s Information System performance management practice mean values 
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